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STANOAPO & SPECIAL SCREW PRODUCTS GEARS 
TRANSMISSIONS SHOCK ABSORBERS 
STAMPINGS & GENERAL MACHINE WORK 
MEAT TREATING 


TOKONTO 9, GANADA 


Mr. V. Kennedy, 

General Manager, 

General Automatic Beverages Ltd., 
35605 Dundas St. West, 

Toronto, Ontario. 


Dear Mr. Kennedy: 


is indeed a pleasure to advise you that 
ines are providing a real service and 


JUST AS y en verwawell received st cur plant. 
Be the Shar were alled some five 
ape ted the privilese 


COFFEE 
VARIES 

FROM 

HOTEL 

HOTEL 


T.W>tLavender, 
Personnel Manager. 


does the quality product vary from one 
make machine the other. also true that each 
make machine differs its degree mechanical 
perfection. When you specify BREWMASTER you 
are ordering the best both machine and beverage. 
BREWMASTER uses only fresh frozen pure coffee 
and 18% dairy cream. 


GENERAL AUTOMATI 
LTD. 


3571 Dundas Street West, Toronto 
MUrray 7266 


Franchized dealers and operators every major city Canada. 
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Experiment Training Program For 
New Career Personnel 


Industry Can Cut Its Losses Facing 
Alcoholism 
THIRD QUARTER Civilian Rehabilitation Canada 
Labour-Management Clinic 

Union-Management Relations And Public Interest 


Short Survey Job Evaluation The 
Toronto Area 


Personnel Management 


Note The Cost Fringe Benefits 
The Case For And Against Industry-Wide 
Bargaining 
Western Canada’s Business Management Goes 
School 


The CANADIAN PERSONNEL AND INDUSTRIAL RELATIONS JOURNAL published 
quarterly by the Federation of Personnel Associations of Ontario and other Personnel Associa- 
tions throughout Canada. Editor is J. Rae Perigoe, 143 Yonge St., Toronto. EM. 8-4113. 
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Word About Our Contributors 


HUDSON 


The Assistant Coordinator Dis- 
abled Persons for Canada’s Dept. 
Labour charter member the 
Toronto Personnel Association, hav- 
ing been one its founders 1935. 


past president the On- 
tario Civil Service Association, past 
the International As- 
sociation Personnel Employ- 
ment Security, and 
chairman the Education and 
Training Group 
tute the Public Service Canada. 

McMaster man, Harry was first 
general superintendent the On- 
tario Employment Services the 
Employment Service Canada. 


HUDSON 
Assistant Coordinator 
Civilian Rehabilitation 


From 1941-43 was Supervisor 
Placement Operations the Un- 
employment Insurance Commission, 
and Supervisor Special Placements 
trom 


assumed his present post when 
was created June, 1952. 


MAHONEY 


“Western 
Management Goes has 
taken active part the 
School Advanced Management” 
Instructor for three years and 
Course Coordinator for the past 
two. 1956 will again act 
Course Coordinator. 

Dick graduated Arts from the 
University Manitoba and from 
the Harvard Graduate School 
Business Administration. 
worked for Montgomery 
U.S.A. until 1941 when joined 
the Canadian Navy and served 
sea Lieutenant until 1945. 

ciate Professor the Department 
Commerce the University 
British Columbia, leaving this ap- 
pointment into Industrial 
Relations work with Interior 
Lumber Manufacturers Association. 


now partner and consul- 
tant 
(Western) 
ment Consulting Firm dealing with 
Industrial Relations and Manage- 
ment Training and Development. 


Dick much sought after 
lecturer, 
thought inspiring words are often 
quoted members both Man- 
agement and Labour, 
exemplified his work with the 
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Rowe Refrigerated Automatic 
Milk Vendor (two flavour) 


Rowe Refrigerated 
Sandwich Vendor 


Rowe Refrigerated Automatic 
Ice Cream Vendor 


Rowe Mechanical Pastry Vendor 
Rowe Mechanical Candy Vendor 


Vendomatic VOM3 
Cigarette Dispenser 


Bert Mills Coffee Bar, 
M54 (500 cup) 


Bert Mills Coffee Bar, 
JR25 (200 cup) 


Bert Mills Hot Soup Bar (200 cup) 


Bert Mills Hot Chocolate Bar (200 cup) 
Du Grenier Tab Gum Dispenser 
Vendomati< Soft Drink Dispenser 

(3 or 4 flavour) 


Cole Spa Soft Drink Dispenser 
(3 or 4 flavour) 


offices and plants, both large 
and small, automatic vending has 
demonstrated phenomenal time 
savings for employers. Installed, 
serviced and owned independent 
operators the business, 
strategically placed machines pay 
for themselves efficiency. 
Breaks” are simply controlled. 
Disposable paper cups eliminate 
the hazard bottle breakage. 
staff needed prepare 
serve refreshments. And employees 
stay close their jobs. Get all 

the facts about automatic vending. 
Write for information 
complete line 
machines, 


VENDOMATIC (1954) LIMITED 


General Sales Office: 


1270 CASTLEFIELD AVENUE, TORONTO 10, ONTARIO 


Exclusive Canadian distributor all listed equipment 
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the Seminar sponsored 
Trades and Labour 
Banff (See Canadian Personnel and 
Industrial Relations Journal, Janu- 
ary 1955). 


His busy life and his hobbies 
golf, hunting and fishing have still 


MAHONEY 


left him time raise family 
two daughters .and one son and 
still finds enough time take 
active part the Vancouver Chap- 
ter the Pacific Northwest Person- 
nel Management Association, Van- 
couver Board Trade, Kiwanis, 
and other community activities. 


ALEXANDER WINN 


Alexander Winn has been with 
the Aluminum Company Canada 
trical engineering has done post 
graduate work electrometallurgy 


and electrochemistry, After having 
spent several years with Alcan en- 
gaged plant technical work 
was transferred the Personnel De- 
partment, Head Office, December, 
the present time Man- 
ager the Staff Training and Re- 
search Division. One 
sion’s primary functions the ad- 
ministration and implementation 
training activities for career person- 
nel throughout the organization. 
The Staff Training and Research Di- 
vision also carries out research in- 
dustrial relations. Selection areas 
for investigation based 
needs and interests the Company 
any particular time. 


Mr. Winn has published several 
articles Personnel, Personnel Phy- 
chology and other professional jour- 
nals. 


PETER MARSHALL ALLEN 


Born London, England, May 1924. 
Merchant 
School and Imperial 
Science, London University. 


squadron the Royal Engineers 
India and Burma during the war. 


Immigrated Canada and joined 
struction Engineer Des Joachims 
Development. Sent England 
1951 assist with recruiting immi- 
grant construction workers for the 
Niagara Falls Project. 
personnel Officer for the new 
West Ontario 1954. 
ferred back Niagara Falls Feb- 
ruary 1955 take 
duties Personnel Officer for the 
Sir Adam Beck Niagara Generating 
Station No. 
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Program For New Career Personnel 


YEAR the Aluminum Com- 

pany Canada, Limited em- 
ploys substantial number recent 
college graduates part the con- 
maintaining the organization. For 
many years the practice has been 
provide these new members the 
organization, whenever possible, 
with period orientation and 
training. This orientation program 
temporary job assignments and four 
weeks classroom training. The 
present account will deal with the 
classroom instruction. 


Over the last several years this 
phase training has been held 
isolated location the Lauren- 
tians the Eastern 
the Province Quebec. There 
are number reasons for this 
planned isolation, The costs the 
undertaking are less they 
would larger city. Also, the 
effects training are magnified be- 
cause the students are able inter- 
act with one another outside well 
inside the classroom. Because 
large portion the program time 
spent discussion, the students 
inevitably get “worked up”. 
isolated locale students are able 
talk through their conflicts. 
eating, playing, studying and living 
together they carry the discus- 
sion, work off their emotions and 
gradually develop capacity un- 
derstand and react sensibly and use- 
fully each other well the 


* Mr. Winn is Manager, Staff Training and Re- 
search Division, Aluminum Company .Can- 
ada Limited, Montreal. 


situation described the cases. An- 
other reason for the isolation that 
for effective training the student 
programs. 

The Alcan classroom instruction 
1954 covered three broad areas: 


Human Relations, Labour Rela- 

tions and Administrative Prac- 
tices. 
This training was designed 
help the students understand 
better and respond more 
tively 
tions. The general approach 
was expose the group 
dealing with actual business 
might acquire, not only famil- 
iarity with the types prob- 
lems confronting administrators, 
but also the ability deal effec- 
tively with them. 


Company Organization and 
Activities. 

This part the program was 
aimed broadening the students’ 
knowledge the Company. 
consisted lectures followed 
discussion periods conducted 
various Company Officers who 
covered such widely-varied topics 
The Kitimat Project, the 
corporate organization Alumi- 
nium Limited Group Com- 
panies and Marketing Canadian 
Aluminum. 


Note: This account based upon work done 
the Staff Training and Research Division of the 
Aluminum Company of Canada, Limited, in 
the area training administration and 
human relations during the last several years. 
P. P. Gil, V. Vroom, D. Sydiaha, Miss E. 
Goudey and others collaborated in the devel- 
opment and administration the 
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Intergroup Relations and French 
Language. 
The purpose this training was 
help students develop sympa- 
thetic appreciation cultural 
differences between the two main 
ethnic groups Canada. One 
part this effort consisted 
training and practice conversa- 
tional French. 


Training Aims 

The aim the training help 
the students become more effective 
and responsible working with and 
through others. 

possible for work group 
whose members are well educated, 
well adjusted and informed find 
difficult impossible work 
for intelligent supervisor 
somehow unable run his depart- 
ment possible for 
vears living French-Canadian 
community and yet misunderstand 
the French-speaking foremen’s atti- 
tudes and values. possible for 
manager feel that knows 
his employees intimately and yet 
surprised and indignant when they 
don’t seem some his 
ideas and actions. 

administration not only matter 
grasp the logical aspects 
situation. Perhaps what most im- 
portant the administrator’s con- 
skill which learns relate 
himself better others. 
effectively human situations. 

For the newly-engaged university 
graduate, the training program rep- 
resents the first stage his life-long 
development business; broad- 
ens his knowledge the Company; 
helps him understand better 
the organizational and human world 
which lives; offers him ex- 


perience practicing the skill 
relating himself others more 
effectively; provides him with 
opportunity re-examine some 
the assumptions, .attitudes, views 
and beliefs has held about people 
general, and about those who 
come from different cultural 
ethnic background than his own. 


THE LEARNING PROCESS 

General Remarks 

The participants case discus- 
sion* group come the training 
course with many widely different 
beliefs, attitudes and assumptions 
about human behaviour industrial 
situations. Some individuals feel, for 
example, that supervisor has 
‘rake his men over the coals’ periodi- 
cally order gain respect” 
“give the worker living wage and 
he’s got all the morale you want.” 
Such statements and many others can 
frequently heard. 


These beliefs are not unfounded. 
For the people who hold them they 
are the natural outgrowth their 
personal experiences. 
Some them can traced ex- 
periences with particular employees, 
supervisors and organizations. Others 
have been picked part the 
groups which the individuals have 
been members. 


Certain these assumptions and 
beliefs cannot dismissed merely 
poor generalizations 
ence, for they provide for 
others the work situation. Such 
beliefs can tend blind the indi- 
vidual the real nature situa- 
tion and often lead 
effective admistrative action. Once 
they have been built up, aston- 
ishing how these beliefs persist and 


ness Review, September, 1951 and Human 
Relations and Administration, edited 
Andrews, Harvard University Press, Cam- 
bridge, Mass., 1953. : 


[6] 


| 


how experience has way con- 
firming them. The individual 
seldom provided with the opportu- 
nity re-examine his fundamental 
assumptions and question their 
validity for effective administration. 

the case discussion training 
sessions, the student given this 
opportunity, rarely afforded 
the world everyday experience. 
the discussion cases consisting 
factual accounts administra- 
tive problems, the student becomes 
completely different perceptions 
the case, not only regarding the 
nature the problem, but also 
with respect recommendations 
for action. Through discussion and 
interchange ideas becomes 
more sensitive the feelings, atti- 
tudes, and motivations characters 
the case situation. 
method helps each student exa- 
mine, recognize and, many in- 
stances, change his attitudes and 
assumptions about 
viour and thereby 
sponsible member the or- 
ganization. 


thusiasm, this often develops into 
tainty. Unlike the more traditional 
forms instruction with which 
has become accustomed, the student 
Rather the burden responsibility 
for the learning placed the 
student himself. The case method 
provides students with the opportu- 
“taught.” 


Instead attempting draw 
out principles from the discussion, 
the discussion leader generally uses 
non-directive approach, avoiding 
any judgment about whether stu- 
dent’s comment “bad”, 


the statements students such 
manner help them recognize 
the feelings and attitudes they bring 
the situation, and look 
from viewpoint that yields more 
helpful observations. 

Because the case 
the student recognize the inade- 
quacies some his present as- 
sumptions and beliefs, often 
led look for scape-goat—an ob- 
ject which vent his pent-up 
tainty. Someone something must 
responsible for his inability 
analyse the case his own 
tion. Almost anything might serve 
suitable but usually 
one several the following 
—the case method; the instructor; 
the cases. 

The students’ frightening discov- 
ery that each them sees some- 
thing different each case and their 
accompanying manifestations re- 
sistance usually give way, 
acceptance the differences the 
way people perceive events. the 
observer this manifested in- 
creasing tendency for 
listen and attempt understand 
one another, rather than conduct 
monologues designed catch the 
instructor’s attention. The mem- 
bers the group have achieved 
condition that essential for true 
learning occur—an interest 
learning from one another. 


The 1954 Program 


The emphasis during the early 
part the 1954 training course was 
cases Administrative Practices. 
The case 
caught the interest the majority 
students. The case leader’s demo- 
cratic accepting manner 
consequent permissive atmosphere 
the discussion group, proved 
many welcome change from 
the traditional formal method in- 
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struction and encouraged them 
attempt demonstrate the in- 
structor, and their 
dents, their ability analyse the 
case. the external observer, the 
students, although eager contri- 
bute the discussion, 
tened the ideas 
others. Hence, the early stages 
the discussion tended highly 
repetitive and lacking continuity. 

Toward the end the first week, 
the students’ initial enthusiasm for 
the case method began 
The feeling that there was seldom 
any agreement even 
issues any case and the continual 
companies the realization that others 
not perceive the same case situa- 
tion the same manner, built 
tension the point where became 
obvious the class and the instruc- 
tor that the case scheduled for one 
particular session was not going 
discussed. 

This point after 
eight Administrative Practices cases 
and four Human Relations cases, 
Monday the second week. Instead 
discussing the case scheduled for 
that session, the class presented 
analysing cases. Many the stu- 
dents felt that standard formula 
and approach case analysis would 
prevent participants 
ing their discussions and would 
yield superior results with saving 
time. 

the discussion that followed, 
the case discussion leader took 
active part, merely acknowledging 
the hands those who wished 
contribute. Various systems were 
proposed individual students only 
rejected the rest the 
group. the discussion continued, 
the students tended toward the reali- 
zation that was each indivi- 
dual work out his own system. 
the time the session ended, those few 
students who were still searching for 


“system” were beseeched the 
others “give the case method 

From this point on, there was 
much less evidence confusion and 
uncertainty. The students seemed 
have accepted the case method. 

subsequent sessions became 
evident that the class had moved be- 
yond the banes case discussion 
(collective monologues, irrelevancy, 
triviality) into productive discourse. 
The students appeared accept 
more readily the differences peo- 
interpretation cases and 
longer resisted the opportunity 
learn from one another. 

duced during the second week 
part the Human 
gram stimulated student interest and 
enthusiasm, The opportunity that 
role-playing afforded for actually 
conducting conversation prob- 
lem situation gave the participants 
aware some the difficulties 
inter-personal communication and 
some their own attitudes and feel- 
ings that became involved. 

Towards the end the second 
and the beginning the third week, 
the students were given the opportu- 
nity explore, through the methods 
case and group discussion, the 
field Inter-group With 
the assistance the instructors, both 
dents were helped develop sym- 
pathetic appreciation cultural dif- 
ferences the Province Quebec. 

students 
were noticeably more verbal their 
participation this and other sec- 
tions the program than past 
years. This could attributed not 
only the introduction the case 
discussion approach Inter-group 
Relations but also the experience 
teacher’s role afforded French- 
speaking students classes con- 
versational The opportunity 
lead groups their fellow stu- 
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dents subject which they 
themselves were familiar gave the 
French-speaking students feeling 
security their relationships with 
others the group and encouraged 
them participate more actively 
the discussions. 

Towards the end the program 
the pace increased considerably, with 
consequent reduction the 
amount time available for recrea- 
tion and relaxation. spite this 
increased load, however, the 
interest the students was caught 
immediately the Labour Rela- 
tions program. The fact 
dents had reached that stage the 
learning process where they felt 
need learn and longer resisted 
the ideas others, enabled the in- 
structor adopt much more direc- 
tive, guiding style case leadership. 
The students, who this point 
the learning process were not reluc- 
tant take issue with each other 
with the instructor, were forced 
series questions, recognize the 
full consequences their attitudes 
and assumptions about 
viour the individuals the case. 


The training course concluded 
with summary lectures. these lec- 
tures, the instructors attempted 
summarize the areas that had been 
discussed, tieing the threads together 
into philosophy administration 
which they encouraged students 
conscious, not only their work, 
but other facets their lives. 


Evaluation the Program 
Students’ Evaluation 


The students’ reaction the pro- 
gram was assessed means 
anonymous opinion questionnaire 
given the conclusion the ses- 
sions. completing the question- 
naire, all the participants com- 
mented one more aspects 
the program. The overall tone 
highly favourable. The following 


comments are indicative the gen- 
eral feeling: 

feel the company doing 
thing priceless value both 
the students and itself this 
training. have learned things 
about the company 
mally would take years learn, 
learned all.” 


“Certainly one could not help but 

thoroughly impressed the 
course. starts one the road 
cautious critical examination 
oneself and, me, this 
great achievement.” 


Most the students went into 
some detail describing the benefits 
which they felt they had attained. 
not surprising that the most fre- 
quent comment centered around 
increasing awareness the impor- 
tance human factors adminis- 
trative problems. Participants felt 
that they had developed attitudes 
and skills which would help them 
more understanding, useful and 
responsible members the organiza- 
tion. Two the students com- 
mented follows: 


“The important thing that have 
learned appreciate the neces- 
sity human feelings 
work situation the need 
explore the motivation behind 
the actions and the need for 
conscious and planned approach 
administrative problems.” 

“For four years our thought was 
stimulated mathematics and 
but not any 
course dealing with human rela- 
tions and human problems. say 
with confidence that this course 
filled very important 
tween technical knowledge and 
getting the job done.” 


number students commented 
the fact that they felt more part 
the organization result the 
training course. The opportunity 
listen Company Officers speaking 
widely different aspects the 


[9] 


= 
— 


organization, and meet and work 
side side with individuals who 
would returning many differ- 
ent areas, helped increase the stu- 
dents’ understanding the broader 
picture into which their work fits, 
and resulted their more complete 


identification with the Company. 
One student expressed his thoughts 
follows: 


Phase strengthened help- 

develop the ‘we’ 
ward the company. The bringing 
together group from largely 
different educational social 
environments for successful 
morale, personnel development, 
and demonstrates the reconcilia- 
tion group differences. feel 
the Phase important training 


The Inter-Group Relations section 
the program was singled out for 
comment large number stu- 
dents. Students seemed feel that 
they had gained increased under- 
standing the French Canadian- 
English Canadian 
exists this country. few partici- 
pants stated that for the first time 
they had been forced recognize 
their prejudices and re-examine them 
the light this important aspect 
the course. 


number students expressed 
need for opportunity 
pate further courses with similar 
content. these individuals, the 
course was not merely new educa- 
tional experience, but represented 
the beginning continuing pro- 
should supplemented, they felt, 
further courses. 


Evaluation Students’ Learning 
evaluate their progress the 
course, the students were asked 
submit written analysis single 
case study two separate occasions, 
the first near the beginning and the 
second the conclusion the 


course. The analysis the grades 
indicated that the improvement 
the papers was significant, the 
difference grades before and after 
the course would not have occurred 
chance more than once 
thousand times. 


number criteria were used 
grading the papers. For example, 
good papers demonstrated recogni- 
tion the complexity the admin- 
istrative situation, indicating the 
multiplicity influences affecting 
the behaviour individuals the 
situation, such group code, eco- 
nomic incentives, past experiences, 
management does” and on. 
the other hand was 
graded poor the problem was attri- 
person. 


Another criterion which was given 
considerable weight was the degree 
which the student demonstrated 
realization the importance 
human feelings, attitudes and values 
his analysis the case and recom- 
mendations for action. The papers 
were examined determine whether 
the writer approached the problem 
from situational viewpoint—which 
legalistic, mechanical in- 
terpretation which ignored them. 

The 1954 training program merely 
scraped the surface 
dents develop new and more 
effective ways thinking 
sponding 
tions. sure, the above indi- 
cates that students improved their 
capacities analyse the case situa- 
tions before them. expected 
that some them reached the point 
where they were able re-evaluate 
their personal experience and learn 
more useful lesson 
However, the extent which these 
insights will translated into more 
skilful behaviour the work en- 
vironment which student 


returns can merely the subject 
conjecture. 

Administrative skills are excep- 
tion the rule that learning not 
restricted the classroom. The 
administrator’s life continuous 
series problem situations out 
which learning can emerge. 


hoped that the training program 
contributed some measure 
starting motion this life-time pro- 
cess, helping students evaluate 
and learn more useful lessons from 
their future work experiences and 
making their work more interesting, 
satisfying and effective. 


Fantasy 


PERSONNEL PANORAMA, organ 
the Pacific Northwest Personnel 
agement Association, raised this ques- 


tion recent issue. 


One our members writes that 
the longer personnel work, 
the more dubious becomes about 
the value reference material 
currently being obtained most 

points out that “in general 
there are two sources, personal rel- 
erences and former The 
first one, personal references, 
writes off immediately being 
value other than possible means 
locating the person some later 
date after termination the occasion 
should arise.” his opinion “per- 
sonal references are not given unless 
they will favorable and are there- 
fore not reliable.” 

The second source, former employ- 
ers, has more potential for being 
valuable and informative but, his 
opinion, are “far 
gives several reasons tor 
his opinion. 

First, has experience 
“where former employers refuse 
make any statements derogatory 
nature writing advice their 
attorneys and answer references 
verifying dates employment and 
adding the statement ‘services satis- 
factory’, which covers the range from 
completely satisfactory termina- 
tions for cause, including dishon- 


Other employers take the perfectly 
person fails the job large 
measure the employer’s fault and the 
employer not willing jeopardize 
the person’s chances for future em- 
ployment.” 

Then there are “those employers 
who take personal 
giving person who leaves their em- 
ploy ‘bad time’ and they will really 
give the person ‘the works’.” 

There are, course, employers 
who try very conscientious 
job and really give the information 
they see it.” 

“How,” asks the member, you 


when rely reference?” Are 


references worth all the time and 
cost get “Should 
men work out ‘code ethics’ 
with respect references 
least they can rely each other?” 

The member states that “he re- 
alizes that only scratching the 
surface with respect references, 
but would like have some good 
sound advice from other members.” 

Please let help this member 
sending your answers. think 
that many may 
having the same questions. 
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Can Cut Its Losses 


Ontario Survey Shows Six Per Cent Payroll 
May Trying Solve Problems With Alcohol 
—Helping Workers Has Proved Profitable All 


Robert 


RELATIONSHIP between alcohol- 

ism and industry two-sided 
coin. involves both the question 
alcoholism’s effects industry 
and industry’s effects the develop- 
ment alcoholism. And there 
important need for research into 
both aspects the relationship. 

anyone glance that disorder 
which afflicts out every 1,000 
adults the province Ontario 
(and conservative estimate 150,- 
000 persons Canada) will prove 
costly companies employing these 
sick men and women. glimmer 
just how costly this may seen 
the finding that alcoholics in- 
dustry have absenteeism rate up- 
wards days per year (as com- 
pared with estimated seven 
eight days’ sickness for average em- 
ployees Ontario). Then you can 
multiply this absenteeism rate the 
fact that six per cent the person- 
nel typical companies (rela- 
tively small companies employing 
fewer than 200 workers) surveyed 
the Alcoholism Research Foundation 
Ontario were diagnosed 
lem drinkers alcoholics. 
resulting direct loss staggering 


*Mr. Robinson Director Education 
for the Alcoholism Research Foundation. 


enough, even you make allow- 
ance for the implied indirect 
—interruption 
dules, inefficiency the hangover 
period after returning the job, 
wastage materials, increased acci- 
dent risk, and the more subtle effects 
the morale the alcoholic’s fel- 
low workers who have carry him 
least part the time. 

It’s enough make 
hair turn grey drive him the 
bottle himself. That the latter may 
times occur suggested the 
fact that 5.5 per cent all alcoholics 
uncovered the Foundation’s sur- 
vey typical Ontario county were 
found among the managers and 
owners business and the pro- 
fessional group. (Table shows the 
breakdown the entire alcoholic 
population county job 
classification.) 

This table, revealing does that 
per cent the alcoholics found 
were skilled, semi-skilled, white- 
collar workers, the upper in- 
come brackets, will effectively dispel 
the tired, old stereotype alco- 
holic Skid Road bum. Only 
6.3 per cent the total alcoholic 
population fits into the 
casual group. 
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TABLE 


OCCUPATIONAL STATUS ALCOHOLIC POPULATION 


“X” COUNTY, ONTARIO 
Category 


III Skilled and 48.0 


Include physicians, engineers, lawyers, clergymen, owners, ‘teachers, 
persons responsible supervisory positions, nurses, etc. 

office clerks, stenographers, typists, salesmen, grocery clerks, 
Includes bakers, mechanics, machine operators, toolmakers, brick and tile 
makers, boiler firemen, carpenters, electricians, painters, plumbers, farmers 
and stock raisers, etc. 

Includes janitors, laborers, farm helpers, waitresses, charworkers, cleaners. 
Includes all types incidental casual labor which hiring done 


the day; also unskilled laboring jobs which have been held for short periods 


time. 


These are dependable figures, 
the way, derived from well authen- 
ticated, painstaking survey all the 
alcoholics one Ontario county 
which was selected because its popu- 
lation was representative the total 
population the province terms 
urban-rural distribution, occupa- 
tional classification, age, sex, reli- 
gion, cultural background, etc. The 
results obtained relative this ques- 
tion alcoholism industry are 
among the most valid achieved 
date anywhere the world. Arrived 
independently, they check closely 
with results obtained applying the 
Jellinek Estimation Formula, well- 
tested yardstick for determining the 

The problem exists Canadian 
industry, then, and substantial 
proportions. What Canadian in- 
dustry doing about it? 


Industry Doing Little 

The answer, the moment, is: 
take the overall view. 
instances there are hopeful 
among both large companies and 
small. One the larger employers 
taking steps combat alcoholism 
among its employees every level 
Bell Telephone Canada. Both 


policywise and practice the Bell 
has taken action have alcohol 
addiction regarded illness and 
dealt with accordingly. The Bell, 
Imperial Oil, and increasing 
number smaller companies refuse 
take the view still held great 
many Canadian employers who sim- 
ply fire man when his drinking gets 
the way his work. 

Bell Telephone encourages em- 
ployees with drinking problem 
seek medical help without delay. 
Each case involving health prob- 
lem eligible for sickness disability 
benefits disability pension the 
incapacitate the man woman. 
final disciplinary 
action cases alcoholism de- 
layed until health factors have been 
adequately reviewed and treatment 
has been undertaken without success, 


“The board directors amazed 
the results this policy and the 
number employees are now 
bringing under control,” reports Dr. 
Cruickshank, Bell medical 
director. “Incidentally, they like 
look the amount money 
saving them too.” 

The money-saving view real- 
istic one for any company con- 
sider. The typical picture 
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alcoholic this country that 
man his most productive years 
his late 30’s early And 
the picture man whom the 
company has substantial job-train- 
lightly discarded, even from strictly 
dollar and cents standpoint. 

study some 2,000 alcoholics 
the Yale Centre Alcohol Studies 
backs this point, for shows 
that more than half them had 
held the same job for least three 
years, quarter them for least 
years. This fact probably accounts 
for the long-suffering patience 
some employers with problem-drink- 
ing hung-over workers. They hate 
little undependable, and replace him 
with greenhorn. much 
stake”, they say; they let him 
drink his way gradually down the 
scale until there seems alternative 
firing him. Then they’re stuck 
with greenhorn anyway. 

How much more sensible and less 
wasteful they were get the un- 
fortunate employee 
treatment just soon his problem 
becomes apparent. other ill- 
nesses, the earlier seeks treatment, 
the better are his chances for recov- 
ery. 


Sources Help 


Treatment for alcoholism more 
easily today ever 
before. There better understand- 
ing the disorder the part 
physicians generally, and particularly 
the part industrial physicians. 
Public general hospitals are learning 
how they can handle even the acutely 
intoxicated patient without undue 
disturbance the regular medical 
ward. And Ontario, British Col- 
umbia and Alberta 
governments have opened treatment 
facilities with staffs specially trained 
deal with the more complicated 
cases. Other provinces are studying 
the, problem and getting ready 
follow suit. 


Specifically, any resident On- 
tario who has problem with alcohol 
and genuine desire some- 
thing about can get help from 
the Alcoholism Research Foundation 
Bedford Road, Toronto (or 
287 Queens Avenue London, 
185 Metcalfe Street, Ottawa). 
British Columbia the address the 
Alcoholism Foundation B.C. 
1690 West Broadway, Vancouver; 
and Alberta, the Alcoholism 
Foundation Alberta, 9910 103rd 
Street, Edmonton (or 737 13th Ave- 
nue West, 

much for the effects alcohol- 
ism industry and what 
done about it. Now what about the 
other side the coin the effects 
industry upon alcoholism? 

Dr. Cruickshank hinted the 
point recently address the 
Rotary Club Montreal. 


has been shown that alcohol- 
ism health problem which takes 
its greatest toll within the industrial 
population,” said. “It would 
seem logical then expect industry 
assume important role its 
prevention and control. would 
seem logical for industry provide 
would contribute the health and 
satisfactions its workers, 
consideration good mental health 


“Those conditions work which 
would contribute the health and 
satisfactions its that’s 
the key. And grasp the signifi- 
cance this key, must under- 
stood that alcoholism simply the 
outward appearance 
tion and disorder within the indivi- 
dual. other words, alcoholism 
does not come bottles but much 
more complex containers—in human 
personalities. The sources alcohol- 
ism are not found the liquor 
shelves the beer par- 
lor, but rather the places where 
the alcoholic has been brought 
and where lives and works. 
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Psychiatrists and other clinical and 


research workers, the basis 
their study and experience, have 
come believe that alcoholism 
health problem which manifesta- 
tion the inability individual 
live harmony with his environ- 
ment. Presumably then this dishar- 
mony may traceable either the 
individual’s personality has 
developed from childhood, the 
—most likely —to both and the 
interaction between the two. 


Work Situation Important 

Since the eight hours more 
each working day use substan- 
tial share every person’s waking 
life, follows that the working en- 
ence all employed 
women. The work situation is, 
fact, major part our total envir- 
onment. easy see, therefore, 
how adverse, unsatisfying set 
conditions office, shop, factory 
may very well contribute the de- 
velopment alcohol addiction. The 
seriously upset worker very 
quickly learn depend upon the 
anaesthetic effect alcohol dead- 
his her unhappiness, relieve 
pent-up feelings and frustrations, 
release tensions and make life 
appear more bearable 

“Anxiety, excessive tension, lack 
recognition will produce one indi- 
vidual one symptom complex, the 
other may produce alcoholism,” 
observes Dr. Cruickshank. 

Looking alcoholism this total 
mental health perspective suggests 
another important point 
seeking its control industry. 
suggests very clearly that this one 
“symptom complex” should not 
separated from other 
trouble and made the subject 
isolated control program. 
the considered opinion many in- 
dustrial physicians, alcoholism can 


dealt with most effectively 
integral part the overall indus- 
trial health supervision job. 
Industry, then, can 
steps reduce the hidden but huge 
extravagance permitting and even 
encouraging alcoholism develop 
within its own ranks. can take 
steps two levels, were 
through early detection 


-ment existing problem drinkers, 


and, the longer view, through 
prevention. Both steps require edu- 
cation from top bottom every 
the 


and nature alcoholism, 


education which will lead the 
formulation intelligent and profit- 
able policies and their acceptance 
and use all levels the company. 
And, the longer view, manage- 
ment can continue and extend its 
efforts build the job satisfac- 
tions available all personnel. 


What Alcoholic? 

These are the definitions 
three types “alcoholics” used 
the survey alcoholism “X” 
county, Ont. 

PROBLEM DRINKER: 
gives evidence of: 

Excessive drinking repeti- 
tive nature. 

Appict: man who 
gives evidence excessive drink- 

ing repetitive nature. 

Loss control over his drink- 
ing. 

inability break with the 
drinking habit. 

Deterioration inter-personal 


man who 


these. 

ALCOHOLICS 
who gives evidence of: 

Drinking 


way for prolonged period. 

consequence, suffering one 
more the diseases chronic 
alcoholism 
malnutrition, certain mental dis- 
orders) 
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Civilian Rehabilitation Canada 


THE SELECTION workers fill 

vacancies any level industry 
business, management should not 
handicapped. The manner which 
wounded ex-service men have fitted 
into the economic structure, follow- 
ing treatment and training, has pro- 
vided the inspiration and experience 
for national programme rehabi- 
litation now getting into high gear 
Canada. The first steps 
direction were taken National 
Conference called the Govern- 
ment Canada and attended 
virtual cross-section the country, 
including representatives all pro- 
vincial governments; organized em- 
ployers and workers; the medical 
profession; social services; 
ous voluntary agencies working 
behalf specific groups the han- 
dicapped. 

direct result this exchange 
views and experience, the Minister 
Labour for Canada set ad- 
visory committee, established Civi- 
lian Rehabilitation Branch his 
Department, and 
share certain administration 
rehabilitation 
ducted provincial governments. 

The Minister National Health 
and Welfare also 
existing health grants for the care 
and treatment crippled children, 
the treatment and care polio vic- 
tims, specific grants for tuberculosus 
control and treatment, and en- 
tirely new grant dealing with other 
aspects rehabilitation, would 
available the provinces assist 


* Mr. Hudson is Assistant Co-ordinator of Dis- 
abled Persons, Department Labour, Canada. 


the development rehabilita- 
tion 


The Purposes 

There are two main purposes be- 
hind the interest, the 
provision facilities give em- 
ployers broader choice qualified 
help fill vacancies their estab- 
lishments, and give the handi- 
capped man and woman oppor- 
tunity obtain those services and 
appliances necessary qualify 
wage earners. 

Eight provinces have fallen line 
with the suggestions made the 
Federal Government and have signed 
the Rehabilitation Co-ordination 
Agreement. addition, they have 
appointed Provincial Co-ordinators 
work close co-operation with 
the National Co-ordinator Civi- 
lian Rehabilitation, Camp- 
bell. The Province Ontario has 
not yet signed the Agreement but 
has appointed Director Reha- 
bilitation Services, who attended the 
first conference Provincial Co- 
ordinators, held Ottawa April, 
1955. The Province Quebec 
represented the National Advi- 
sory Committee referred above, 
and actively engaged the pro- 
motion facilities for the treatment 
capped civilians, 

“Look the ability; overlook the 
disability”. That, word, the 
principle being followed more 
and more personnel men hiring 
the handicapped. Our physical and 
mental capacities, our personalities, 
our emotional characteristics, and 
even our education and up-bringing 
all impose limits what can do. 
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War Experience 

Ample evidence has been produced 
indicate that gaps production 
lines during the urgencies war 
were ably filled men who could 
probably not have got first base 
the war. But even many the 
handicapped were hired, was quite 
obvious personnel men and em- 
ployement managers that real 
need existed and still exists the 
matter medical treatment, the 
provision prosthetic appliances, 
and vocational guidance 
ing. possibly combination 
two more these elements would 
necessary before the placement 
process was satisfactorily concluded. 

course, there always have been 
agencies working behalf speci- 
fic groups the handicapped, such 
the Canadian Institute for the 
Blind, the National Society for the 
Deaf and Hard Hearing, etc., 
But was quite obvious that there 
were and still are tremendous gaps 
the services available the civi- 
lian disabled. For instance, voca- 
tional guidance and vocational train- 
ing are frequently all that neces- 
sary remove man the ranks 
the unemployed and put him 
work. The new plan now 
operation Canada takes care 
these deficiencies greater less 
extent. 


Canadian Vocational Training 

For many years have had 
Canada joint Federal-Provincial 
scheme known Canadian Voca- 
tional Training, under which the 
provinces and the Dominion Gov- 
ernment share the cost various 
types training for employment. 
Generally this done organized 
classes where groups students pur- 
sue their studies together. Now, 
however, the Canadian Vocational 
Training Co-ordination Act has been 
broadened its scope that 
individual who handicapped can 


pursue his studies either group 
the job, the course train- 
ing following will lead his 
ultimate rehabilitation. The process 
rehabilitation, incidentally, has 
been defined the restoration 
the disabled the fullest physical, 
mental, social, vocational and econo- 
mic usefulness which they are 
capable. 

There are present handicapped 
students learning great variety 
trades and occupations under this 
plan. The courses include business 
administration, stenography and typ- 
ing, bookkeeping, switch board oper- 
ating, radio instru- 
ment repairing, watch 
repairing, welding, 
commercial art and fashion design. 


Doctors Co-operate 

course, plan designed 
benefit sufferers from accident 
disease can hope accomplish any- 
thing without the whole-hearted sup- 
port the medical profession. And 
that support, which has always been 
provided specific circumstances, 
now being offered more or- 
ganized basis. Both the Canadian 
Medical Association various 
provincial medical associations have 
indicated their interest holding 
conferences various aspects 
rehabilitation, and preaching the 
gospel rehabilitation their 
teaching hospitals daily 
work. 

gradual elimination polio 
reducing the need 
therapy the treatment that 
disease, but also incentive for 
increasing rehabilitation facilities for 
Strong Chairman the Canadian 
Medical Association, and has 
called physical disability “the great- 
est cause life years lost Canada 
today” and “unnecessary waste 
further says that 
there had been strong tendency 
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regard rehabilitation one the 
social sciences, rather than part 
medicine, but that therapy now 
being recognized third impor- 
tant phase medicine, ranking with 
preventive and curative medicine. 

Closely related the work the 
doctor preparing men accept 
jobs which will not aggravate their 
disabilities are the physiotherapists 
and the occupational therapists who 
have their important parts play 
the rehabilitation process, 
are followed the medical social 
workers who can give advice and 
guidance towards the solution 
problems day-to-day living which 
otherwise frequently stand 
way successful employment. 


Ottawa Co-ordinates 
But somebody has pull all these 
various agencies together; take steps 
see that gaps are filled; and en- 
courage the community develop 
its own resources the fullest ex- 


tent. The Federal Department 
Labour shares with 
that have signed the Rehabilitation 
Co-ordination Agreement the admin- 
istrative costs the programme. 
The same Department assists the 
vocational training aspects the 
plan, and the National Employment 
surance Commission participates, 
through its specialized help the 
process. 

The programme young, but 
away good start, and with the 
continued support organized em- 
ployers, organized labour, the press 
and, fact, the entire community, 
should result increasing the 
Canada’s continued 
the same time, will transfer frus- 
trated men and women 
ranks the discouraged and depen- 
dent the ranks the wage earner 
and income tax payer. 
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Peter 


Canada recently said that 
company gets the union deserves. 
made this statement 
viewing some current labour-man- 
agement relationships Canadian 
companies, stressing the fact that 
most cases co-operation 
operation. Conversely, 
belligerent management will culti- 
vate belligerent union. Neither this 
labour leader nor his 
lieved this invariable, but there 
plenty evidence substantiate 
the theory that attitudes labour- 
management relations are reciprocal. 
The Hydro-Electric Power Com- 
mission Ontario has been faced 
with ever increasing demand 
develop new sources electric power 
since the end World War II. The 
large scale construction programme 
which 
brought about meeting between 
the Commission and the craft unions 
This was new situation for the 
public utility but was met 
spirit honest co-operation and 
sincere desire achieve harmonious 
working conditions, After some ex- 
unions banded together form 
Council which the Commission 
agreed recognize the sole bar- 
gaining agent. view the “family 
quarrels” which exist between the 
craft unions, this was major step 
forward and one which 


* Peter Allen is Personnel officer at the Sir 


Adam Beck-Niagara Generating Station No. 
2, The Hydro-Electric Power Commission of 
Ontario. 


quently been followed other parts 
point, this move the unions solved 
tremendous 
lem since nineteen unions were con- 
cerned with the Commission’s con- 
operations. This would 
normally have brought about nine- 
teen separate labour agreements, but 
through the formation Council 
Unions and the recog- 
nition the bargaining agent, only 
one agreement was negotiated 
cover all construction trades. 


Labour-Management Meeting 

This forward-looking beginning 
fostered further co-operative efforts. 
Training programmes labour re- 
lations were separately undertaken 
labour and management order 
train stewards and foremen. 
the conclusion the first training 
sessions, joint dinner meeting was 
held for foremen and stewards. This 
proved successful that was de- 
cided hold another joint meeting, 
which open question and an- 
would take place. 


Both the unions and management 
approved this plan, but was 
felt that great care was needed its 
execution lest the session degenerate 
into general hassle led few 
malcontents, thereby defeating the 
purpose fostering better relations 
through greater understanding 
the problems involved. 


After considerable discussion and 
research, the following plan for 
drawn up, incorporating 


ciples the Phillip’s “Buzz Session” 
and Plan.” 


The Clinic 


Labour and management conferees 
were divided into separate groups 
ten and group leaders appointed. 
The leaders were briefed, prior 
the conference, the details the 
programme and the part they were 
expected play. Six Conference 
Guides were appointed 
ranks labour and management 
act firstly ushers and then assist 
the groups during the conference. 

panel Observers was appoint- 
from the ranks top manage- 
ment and union vice presidents. Ar- 
rangements were made for Re- 
corder, and Moderator was selected 
control the proceedings. 

Programmes outlining the discus- 
sion area and the 
nique were issued participants 
few days before the conference, Up- 
arrival the conference hall, 
members were allotted their 
groups and introductions the con- 
ference officers and the Observers 
were made the Moderator. 


Each group was then requested 
prepare two written questions. 
The questions, were handed the 
Moderator who nominated group 
provide answer each ques- 
tion. general, management 
group was selected provide an- 
swer labour group question and 
vice versa. 

Conference Guides worked with 
Group Leaders this point, assisting 
each group determine the ques- 
tion wished ask stressed 
that there was censorship the 
questions, the only stipulation being 
that they must about pertain- 
ing labour relations matters. 

Each question was charted the 
recorder and conspicuously posted, 
showing the group number which 
had been selected provide an- 
swer. This chart work was supple- 


mented announcements from 
the Moderator the questions 
asked and the groups selected pro- 
vide answers. Some questions were 
deemed grievances not 
within the conference framework. 
These questions were also read out 
and explanation given the 
Moderator the reasons why they 
were considered inadmissable. 

After this, group discussion began 
was served, Conference 
Guides again worked with Group 
Leaders, assisting each group pre- 
paring answer its allotted ques- 
tion. 


MODERATOR 
P 
lead 
group leaders 


GROUPS 


LABOUR MANAGEMENT 


LABOUR-MANAGEMENT 
CLINIC 


The Moderator then announced 
the first question and called upon 
the selected group for its answer. 
Once the answer had been delivered, 
open discussion was 
the Moderator and charted the 
Recorder. The conference then pro- 
ceeded with the next question. 

After dealing with many ques- 
tions time permitted, the Mod- 
erator turned over the Conference 
the Observer group for comment, 
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clarification and correction the 
questions and answers. 

cold buffet was served com- 
plete the evening’s activities. 


Summary 

This experimental conference was 
success, Nearly two hundred people 
were present, including top man- 
agement, superintendents, foremen, 
union vice presidents, officers and 
stewards. high degree partici- 
pation was obtained and the dis- 
cussion was remarkably free from re- 
straint. 

The proceedings moved steady 
pace, but was not possible deal 
with all the questions submitted nor 
was possible explore fully some 
the problems that were presented. 
The record shows that labour had 


more say than management, but 
there was 
among labour’s contributions the 
discussion the other hand, al- 
though 
less, the points made were more pre- 
cise and delivered faster. 

There was attempt made 
abuse the conference privileges 
“lobbying” turning into mass 
collective bargaining session. Even 
contentious statements were treated 
with moderation and all questions 
nature, 


conclusion, both management 
and labour agreed that follow-up 
session would desirable later 
date. 


equipment solve many in-plant feeding 


problems. 


Our services are available without obligation. 
Let analyse your problem and assist turn- 
ing many existing feeding 
losses into 
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Union-Management Relations and Public 


WANT few things today 

about management rela- 
tions, with particular reference 
the impact this relationship upon 
the public interest. The public in- 
terest can defined the material 
and social well-being the majority 
the people citizens large 
rather than members specific 
functional group. remarks will 
concerned mainly with 
tions and policies labour unions 
that relationship. Furthermore, 
intend somewhat critical about 
such actions and policies. 

union friends might inclin- 
label such project slightly 
presumptuous, coming from repre- 
sentative management, rather 
than from some more objective mem- 
ber the public. so, can only 
say that criticism union activ- 
ties today does not for one moment 
imply smug self-righteous atti- 
tude part with respect 
management’s faults, far 
Nor this anti-union speech. 
going criticize some the 
policies and activities unions and 
their leaders, but not unions such. 

shall also try fair and 
objective pessibly can—although 
undoubtedly some you may in- 
clined compare efforts this 
direction with the book about the 
war between the Northern and the 
Southern States which was entitled 
“An Unbiased History the Civil 
War from the Southern Point 
View.” 


* An address by Harold J. Clawson, Director of 
Industrial Relations, The Steel Company 
Canada Ltd., Hamilton, Ont., to the Rotary 
Club of Montreal, March 15, 1955. 


There are few among man- 
agement today who would not admit 
that collective bargaining good 
faith is, the whole, fair and 
sensible method determining 
terms and conditions employment 
for larger groups industrial em- 
ployees. 

Certainly, unions are “here 
and precisely because 
unions have become such important 
and powerful institutions 
society, with such great capacity 
for evil well good, that 
essential that they begin demon- 
strate maturity and responsibility 
commensurate with that power. But 
acceptance unions does not 
any means imply uncritical accep- 
tance their conduct. That would 
disservice the unions them- 
selves, but particular disservice 
the general good. 

Here then bill particulars 
concerning union conduct which, 
opinion, detrimental the 
public interest: 


Abuse the Strike Weapon 


There was time when the strike 
was reserved for only the most seri- 
ous issues; when unions called 
strike remedy grave injustices 
flagrant exploitation. 

Nowadays, however, union leaders 
call employees out strike the 
flimsiest often merely 
because they don’t happen get 
their own way; inflict revenge 
employer for merely refusing 
yield demand, even though 
real grievance happens exist. 
until recently, for instance, John 
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Lewis called strike almost auto- 
matically every year. Here Mont- 
real you have had number 
strikes this year, some which in- 
flicted serious harm upon the public 
large. believe that could 
hardly said that any these 
strikes were defence some vital 
right redress some grievous 
wrong. might add that the success 
employees receive the final settle- 
ment does not affect thesis. Even 
so-called successful strike re- 
sults losses employees 
and employers, inconvenience the 
public, the imposition unjust 
and uneconomic burdens upon the 
the absence substantial grounds) 
Ontario have also had several 
serious and wholly unjustified strikes 
sed industry where the employer was 
already paying higher 
any his competitors. None these 
strikes was called em- 
ployees against wage cuts unfair 
practices the employer—they were 
called merely because the employer 
found necessary, result re- 
duced sales and profits, interrupt 
the process annual wage increases 
which had become the pattern dur- 
ing the last fifteen years. might 
say this point that the 
argument that annual wage increases 
are necessary sustain purchasing 
power, complete nonsense particu- 
larly when you have strike get 
such increases. Ford employees, for 
instance, each lost over 
wages during their strike, and will 
take them about years recover 
this, with the small additional in- 
crease they obtained) 

Union leaders positions 
have only too often shown reckless 
losses upon the community order 
get preferred treatment for their 
members, order win trivial 
gains, order compel changes 


public policy. bad enough 
that such power exists—it far 
worse that used. 

And say you, and 
tions, that the public will not endure 
indefinitely the irresponsible use 
such tremendous power. The very 
survival our free society requires 
reliance reason rather than 
force determining the rights and 
benefits special groups. 

Illegal Conduct During Strikes 

conduct pickets during 
strike are probably even worse than 
irresponsible use the strike wea- 
pon. Unions must remember that 
the right strike not natural 
right. only within the last 
years that the right strike has been 
given the unions, and was given 
the people. Union leaders should 
remember that what the people have 
given the people may withdraw. 


Prior the beginning this cen- 
tury, striking, even belonging 
union, was deemed illegal con- 
upon unions the legal right strike 
—but have not upon 
them the right deny other people 
the right work they want to. 
Our laws state quite clearly that 
pickets may only attempt 
suade other persons not enter 
plant when strike on, that force 
the threat force intimidation 
offence. And yet strikers, with the 
blessing and even under the urging 
many their leaders, now think, 
and act though, they have the 
right deny the rights other per- 
sons work, even enter 
struck plant. Not only threats, but 
also acts violence, open defiance 
laws, property damage, intimida- 
tion employees and their families, 
all these have now become the ordi- 
nary accompaniments strikes. 

How does this cynical disregard 
human rights square with the mantle 
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righteousness, idealism and huma- 
nitarianism with which union lead- 
ers have tendency clothe them- 
selves? matter how just cause, 
the means achieve that cause must 
also just. Otherwise, will have 
anarchy. Unions cannot 
abandon gangster tactics labour 
disputes. 

Internal Administration 

Unions 

long unions weren’t given 
any special privileges law col- 
lective agreement, the way they con- 
ducted their own internal business 
the general public. Now, however, 
unions are given preferred status 
exclusive bargaining agents under 
our certification procedure. 

They have also been granted im- 
munity from prosecution under the 
Combines Act and given many other 
privileges not other 
groups. They now claim, through 
the union shop and other similar 
devices, making union membership 
condition employment, the right 
say who should who should not 
have job. industrial society 
this virtually the power life 
death. 

employer’s right discharge 
employee now severely restric- 
ted law and his collective 
agreements. the final analysis 
third party, impartial arbitrator 
will make the decision. Union mem- 
bers have such remedy they 
are expelled from refused admis- 
sion union, And you would 
amazed see some the flimsy 
grounds for which union members 
can expelled under most union 
constitutions, and with right 
appeal impartial party. Union 
are both judges and prosecu- 
tors. 

perhaps understandable why 
little opposition develops within 
union memberships, why employees 


are afraid cross picket lines 
any way attempt exercise their in- 
dependence. The fear expulsion 
from membership and thus loss 
employment under so-called union 
security provisions provides 
tive but tyrannous discipline. 

the United States under the 
Taft-Hartley Act union’s power 
have employee discharged ex- 
pelling him from 
severely restricted. 
ployees enjoy such 

the abuses have outlined per- 
sist, there will most surely de- 
mand from the Canadian public for 
some form government 
over the constitutions unions, 
the interests the employees them- 
selves and society whole. 

Party Politics 

number the larger Canadian 
unions are direct supporters poli- 
tical parties. This has several unfor- 
tunate aspects far the public 
parties happens committed 
program socialism; the other 
Communistic. Both favour 
tionalization basic industries. 
the case one our larger unions, 
all the national and district ofh- 
cers are without 
politicians our national socialist 
party. This means that one never 
knows whether that union taking 
stand issue further the 
collectivist aims the party and the 
political ambitions the union lead- 
ers, negotiating agreement 
the best interests its members. 

Another aspect union dabbling 
politics the misuse union 
funds for political purposes. Unions 
are seeking extend the check-off 
union dues. This means that em- 
ployees would contributing more 
and more money that would event- 
ually find its way into the political 
war chest party which publicly 
dedicated “the eradication 
capitalism.” 
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submit that active participation 
unions such politics, and par- 
ticularly the support doctrinaire 
destruction our free enterprise 
system, inconsistent with their re- 
sponsibility collective bargaining 
agents for wages and working con- 
ditions behalf employees. 

More Instances 


Under Item No. could group 
rather long list other instances 
union conduct which contrary 
call such disgraceful situations last 
year’s jurisdictional battle between 
the Musicians Union and the Enter- 
tainers Union, which didn’t involve 
any dispute with employer, but 
brought serious losses employers 
Such instances are occurring repeat- 
edly other fields such the 
being constantly plagued sec- 
ondary boycotts where one union 
handle articles made members 
another union, because some in- 
ter-union quarrel. Here 
unions are stepping out their legi- 
timate role the protectors em- 
ployees’ rights; here another case 
where employees, employers AND the 
public suffer account manoeu- 
vres for personal institutional 
power union leaders. 

But finally, unions wish merit 
and receive the respect the com- 
munity, they must discontinue their 
destructive attitudes. Have you ever 
read account union conven- 
tion? Just recently there was one 
Hamilton. The newspapers carried 
pretty full report the speeches. 
Nearly all them were intolerantly 
critical something someone. 
The President’s 
almost entirely tirades 
and sundry. Employers came for 
their share (we can take the Pro- 
vincial Government, 


Government, the C.M.A., the Cham- 
ber Commerce, Conciliation 
Boards, Arbitration Boards, and par- 
ticularly judges who are often chair- 
men such boards—all these, ac- 
cording this prominent union 
leader, were ignorant dishonest. 
Apparently, far was con- 
cerned, the only people who know 
anything about economics who 
have decent motives are union ofh- 
cials and politicians. 

Well, there you have some 
criticisms union conduct. Again, 
want emphasize that not 
crying your shoulders about the 
collective bargaining difficulties 
hold the interests management 
(often the interests employees 
also) the bargaining table. The 
objectionable things have men- 
tioned are all matters that vitally 
TEREST. 

Nor trying convey the im- 
pression that management are 
without fault. have made mis- 
takes, but think fair say 
conduct our affairs manner 
which more responsive 
needs and interests the public, 
only because must. Only re- 
training for our 
tinue live. You businessmen 
know only too well that meetings 
management 
people always involve great deal 
self-criticism and search for ways 
doing better job. Contrast such 
meetings with the average union con- 
vention which often combination 
mutual admiration society and 
doorway glass house. 


conclusion, don’t want you 
get the impression that remarks 
are directed all unions and all 
union leaders. know that many 
organized labour are just con- 
cerned about the sort things 
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have been talking about are. 
number them are trying 
honest job remedying these sort 
abuses and are striving make 
the labour movement more mature 
and more conscious its responsi- 
bilities toward its members, toward 
employers and toward society 
whole. sincerely hope that the 
efforts these men will succeed. 
not, there will most assuredly 
revulsion public opinion which 
will inevitably bring about more 
and 
Unions have shown startling growth 
membership and power during 
the past years. This has come 
about almost wholly result 
opinion and the influence favour- 
able legislation, This could change 
very quickly—laws can designed 
CURB unions well foster 
their growth. the unions 
themselves which road they wish 
take. They can longer excuse 
irresponsible and immature conduct 
saying they are young and must 
fight for survival. Union militancy 
must give way better union moral- 
ity. who would not have master 
must master himself. 
and influential union leaders may 
be, they are not, and cannot be, 
democracy, more powerful than all 
the people. 

can think better way 
conclude this talk than quote 
from recent statement Mr. 
George Meany, President the 
American Federation Labour and 
President designate the projected 
amalgamation the A.F. and 
the 


“We must conduct ourselves 
way that shows are integral 
part the community. must 
take more and 
bility for the the coun- 
try whole. must not think 
ourselves group apart; there 
America. hope that with this 
merger can great deal 
more along this line community 
responsibility.” 

Mr. high aspirations 
are attained, then the unification 
these two labour groups will have 
been great benefit the industrial 
life this Continent. 


LR. and Idea 
Honeywell 


William Towill, 
ager 
Regulator Company, Toronto, has 
won award for merit from the 
Research Institute America, one 

The purpose the awards 
promote over all improvement 
company management methods. 

Mr. Towill’s award was given for 
setting welcome board vari- 
ous plant locations. posted 
the name and background any 
visiting dignitaries, When visitor 
taken plant tour, all personnel 
familiar with his 
history. 

The idea has created favorable 
build good public relations. 
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The Case and Against Industry-Wide 
Bargaining 


EVENTs the past may well 
cause business examine 
re-examine the case may be, the 
merits and demerits 
wide bargaining. industry-wide 
mean groups companies 
the same industry located 
which 
may municipally located pro- 
vincially located, but not located 
nationally internationally. With- 
these lines demarcation, let 
examine the background collec- 
tive bargaining and its trend. 

Unions have gained 
strength through minimizing in- 
dividuals’ activities and emphasizing 
the group activity. this lies the 
basic tenet unionization. The 
local unions represent first the one 
plant, then group plants 
area, broadening gradually en- 
compass large decisions 
which are made the collec- 
tive bargaining procedure for em- 
ployees plant are, 
supervised strike vote, made 
the local union. The vast ma- 
jority today’s locals contain the 
employees more than one em- 
ployer and, certain locals, em- 
ployees different classes and skills 
employed different industries. 
addition this, course, have 
local unions whose every move 
controlled the international 
national office reason the 
necessity for gaining international 
approval for most adjustments 
the local’s agreement. 


*Terry Watt is a consultant on_ labor relations 
with Management Research (Western) Ltd. 


find then that Companies, 
increasing numbers, are longer 
bargaining with their employees but 
with the members local union, 
whose interest the group activ- 
ity all its members. fact 
labour legislation more and more 
protecting the right 
union bargain exclusively for the 
employees unit. 

The present union structure there- 
fore appears something like this: 

(a) the bottom, groups em- 
ployees various employers 
constituting local unions 
specific area, these locals then 
joined together specific area 
councils, these 
joined together provincially and 
ganization and turn 
ating with international organ- 
izations. was 
built from the bottom and 
its rise has been viewed with 
respect many people. These 
organizations, 
union up, have assumed place 
our economic society and 
their relative economic strength 
increasing importance. 

What then can gained busi- 
ness through industry 
gaining? 

group businesses can 

creased unified action. 


Reduces the possibility the 
union using one employer 
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lever the balance the 
industry. 

Reduces the danger one em- 
ployer being forced into dang- 
erous position. 

Allows the employers 
tactics greater advantage. 


Reduces the burden negotiat- 
ing time individual company 
officials. 

Makes for better understanding 
between competitors through 
operation and through this, in- 
creases the economic strength 
the groups. 

Allows for more scientific ap- 

proach collective bargaining. 


There are certain disadvantages 
this procedure and they should 
not overlooked. 

Industry-wide bargaining tends 
minimize the consideration 
individual company’s problems. 

ployer-employee relations within 
the individual firms. 

tends remove labour rates 
from being competitive factor. 


With this summary mind then, 
let business, examine our re- 
lative position and decide upon 
some course action that can place 
better level the collective 
bargaining procedure. 


Western Canada’s Business School 


the School Advanced 
School Fine Arts, Banff Alberta, 
finished March 

Business executives, num- 
ber, returned their jobs after six 
weeks intensive and_ practical 
study, entirely away from the day 
day demands their jobs. This 
atmosphere isolation has proven 
conducive discussion and seminar 
study methods. The general opin- 
ion among approximately two hun- 
dred graduates over the past four 
years has been that the school 
extremely valuable experience. New 
ideas and contacts are great im- 
portance. the Banft 
environment 
been characterised one person 
intellectual catharsis. 

The Banff School Advanced 


* Mr. Mahoney is Course Coordinator at the 
Banff School of Advanced Management. 


Provincial 
sities. Early its development, the 
originators the school that 
one top notch advanced manage- 
ment course supply the needs 
Western Canadian Industry, would 
much wiser policy than have 
each Province putting its own 
course, 

The course Banff draws top 
business administration authorities 
from all over Canada 
members. The each 
year limited seventy. Each stu- 
dent must fill out application 
form and meet strict requirements 
age and job responsibility. 

While Banff, will take 
courses Business Policy, Produc- 
tion Management, Financial and 
Accounting Controls, Human Rela- 
tions, Collective Bargaining, Busi- 
iness Research, well 
The course study intensive and 
however, the students leave with 
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broadened viewpoint and, addi- 
tion, gain considerable insight into 
analytical procedure. 


most persons interested busi- 
ness management know, The 
School Advanced Management 
one several Advanced Manage- 
ment courses the Continent. 
course, Advanced Management edu- 
cation only one several aspects 
the tremendous swing towards 
adult business education within in- 
dustry. 


All management education then 
should important the indus- 
management education such 


taking place Banff for six weeks 
every January and March should 
particular interest. 

Many persons the In- 
dustrial Relations Field may 
interested having their firm 
send them the course. 

Human Relations and 
Industrial Relations occupy 
substantial part the Banff 
curriculum. the extent 
which management 
become educated the impor- 
tance and complexity the 
human relations 
industry, Industrial Relations 
people will have easier job 
the future. 


Note the Cost Fringe Benefits 


NEED for information 

cost fringe benefits has been 
recognized recently due variety 
circumstances. These are part 
the less favourable 
tions with which many firms have 
been faced, and the 
stantial and still growing portion 
employee compensation 
this form. 


The growth these costs has been 
spectacular. Recent studies the 
United States indicate that they have 
increased more than cent 
since the late Forties and that they 
now run average hourly rate 
items included and the method 
calculation used. They, therefore, 
comprise large portion 
labour costs warrant careful 
consideration assessing relative 
*Mr. Kinley Director, Survey Section, Central 

Ontario Industrial Relations Institute, Tor- 

onto. Mr. Kinley holds degrees in Economics 

from Dalhousie and Toronto. Previous to 
joining the institute he was a field representa- 


tive with the Industrial Relations Branch of 
the Department Labor (Canada). 


competitive positions and 
gaining discussions. Secondly, easily 
understood cost information 
needed communicating em- 
ployees the advantages available 
them the form benefits and 
the large addition they make real 
income. 


Useful figures this nature re- 
main difficult obtain for two 
major reasons. One problem 
definition and the other prob- 
lem accounting. 


The term was first used 
designate employee compensation 
other than straight time wages and 
salaries but hard find the 
limits even these terms. Health 
insurance and pay 
among others, fall readily into the 
category, but some benefits are 
cult classify because one direc- 
tion they lie close to, the area 
direct wage payments, and the 
other they appear produce 
greater compensation the employ- 
than the employee. 
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example, rest periods may directly 
offset their cost 
duction and medical services may 
Company than the workers. 

Because this situation 
know managements are 
talking about the same things when 
discussing fringe costs and for this 
reason alone general comparisons 
are 

Most accepted fringes do, how- 
ever, fall into fairly well defined 
categories pay for time not work- 
ed, payments for health and security 
benefits, and payments for employee 
activities and bonuses. 

This classification has been accept- 
the more successful studies 
ported roughly defined 
after which the only course left open 
individual selection according 
local circumstances. Premium pay 
included some cases but this 
can more properly considered 
part wages, pay for time 
worked, and the additional cost 
obtaining services times less 
convenient the employee. 

The accounting 
tioned above very real road 
block obtaining satisfactory data 
with which calculate useful fringe 
cost figures. Few companies have 
been found that set payrolls and 
hours work records sufficient 
detail separate such items 
premium overtime pay 
overtime pay, hours worked 
various premium rates 
hours worked. Some 
arrive the most satisfactory cost 
information. 

addition, the total annual pay- 
ments made for many benefits are 
not kept separate accounts. Difh- 
culty most likely experienced 
arriving the expense the 
firm small items such jury 
duty, voting, etc., those that are 


among the border line cases, such 
rest periods and 
The best that can achieved for 
these estimate their cost 
uniform manner as, for example, 
the cost rest periods may hours 
per day, times full time employees, 
times days worked per year, times 
average hourly earnings. 

companies wish reach 
situation where they 
their own fringe cost information 
easily and make valid comparisons 
with those other companies. 
will necessary account more 
carefully all the items concerned and 
accept standard methods for mak- 
ing the calculations that remain 
necessary. Many companies seem 
ready make this effort. 

The form which company 
should report fringe benefit 
depends largely the use 
made the material. seems 
best take the annual amount 
spent any one item basic data 
and calculate cents per hours, per- 
employee per year figures from this. 
obtain cents per hour figures 
necessary use some form 
total hours. Surveys have been done 
using total payroll 
calculations against 
hours actually worked. 

ing for, productive hours the only 
base that provides true 
may desirable, however, 
velop costs common base such 
the forty hour week, 
case total hours equals scheduled 
hours, times the number full 
time employees. Such information 
probably most use collective 
bargaining. 

Cents per hour information seems 
readily provides total and individ- 
ual information, and can applied 
easily assessing labour costs and 
bargaining, where such costs are 
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These figures may also valuable 
employee communications but are 
probably not effective for 
purpose one dollars per year, 
which more impressive and mean- 
widely used advantage for any 
these purposes. 

The above points out some the 
more obvious problems obtaining 
fringe costs for comparison 
purposes, but these problems are 
tory definitions and systems cal- 
developed, the results 
should comparable, long 
they are quoted only cost figures, 
but they will not tell the full story 
company’s fringe benefit posi- 
tion without knowledge other 
elements such earnings, hours 
work, the varied characteristics 


FRINGE BENEFIT 


NAME FIRM 


ADDRESS 


the benefits themselves and any 
benefits that may have 
surveys fringe costs can only 
rough guide, even they cover 
very wide sample. 

study limited coverage and 
closely supervised should produce 
reasonably accurate information, 
some degree common understand- 
ing may achieved 
participants. 

Following these comments 
sample questionaire which much 
the same one that has been used 
with some success. may indi- 
cate companies how approach 
breakdown their costs for their 
own use how obtain informa- 
tion from others with which they 
co-operate closely exchange in- 
formation. 


QUESTIONNAIRE 


electrical equipment, chemical, etc.) 


PART 


Average number hourly rated employees for 
Obtain this entry either (1) averaging monthly 
weekly records employees payroll, (2) divid- 
ing total payroll hours for 1954 the payroll hours for 
average full time employee 1954. Payroll hours 
should include all hours paid whether worked not. 

Hours actually worked hourly rated employees 1954 
Exclude hours paid for but not worked. 


straight time pay for hours spent work 


The term 


straight here excludes premium pay 


for overtime hours, and for hours worked Saturdays, 
Sundays Statutory Holidays, differential 
but nothing more, that is, all incentive pay and the 
straight time portion pay for overtime hours are 


included this figure. 


Average straight time earnings for 1954. This equals Part 
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PART 


PAY FOR TIME NOT WORKED HOURLY RATED EMPLOYEES 1954 


10. 


all questions below, where possible, enter the amount 
requested the “Total dollar cost for 1954” column directly 
from the payroll. Where this not possible, use the system 
calculating the entry outlined immediately under the question. 


Payments made for lieu vacations, (In- 
clude vacation stamps payments those leav- 
ing the company before receiving paid vaca- 
tion) 


Alternate method calculation: 


Calculate accurately possible, vacation 
hours paid 1954 for hourly rated employees 
and multiply this average hourly earnings. 
Payment for statutory holidays not worked 


Alternate method calculation 

Calculate accurately possible for hourly 
rated employees, the statutory holiday hours 
paid but not worked 1954 and multiply this 
straight time average hourly earnings. (See 
Part D.) 

Payment for sick maternity 
Use here only payments the nature wages. 
not include disability benefits made from 
insured plan. 

Calculate multiplying total hours spent 
rest periods average hourly earnings. 

Payments for lunch periods 
this cannot separated payroll item, 
calculate the manner described for 
periods. 

Paid wash-up time, clothes changing time, 
Calculate for rest periods. 

Jury and witness duty and voting time allowance 
arrived means the general instruction 
the head this section, that is, taken from 
the payroll. 

Payments for time lost due death 

Payment union negotiators for time spent 

Wage payments made employees military 

service 


Cents per hour 
cost in 1954 
equals cost 
cost in 1954 Part I-B 


PAYMENTS FOR EMPLOYEE HEALTH AND SECURITY BENEFITS 


10. 


— 


N.B. General Instruction 


For each item below, enter full amount 
paid the company 1954 behalf 
hourly rated employees. not include 
any contributions made employees, but 
enter only the Company’s share. 


Unemployment insurance 


Exclude premiums for past service. 


Pension payments not covered insured type 


Death benefits not covered insurance 
Sickness and accident indemnity insurance 
Sickness indemnity payments not 
Hospitalization, surgical and medical insurance 
Hospitalization, surgical and medical care pay- 


TOTAL PAYMENTS FOR EMPLOYEE HEALTH AND 
SECURITY 


Total dollar 
cost in 1954 


Cents per hour 
cost in 1954 
equals cost 
divided by 

Part I-B 


PAYMENTS FOR BONUSES AND EMPLOYEE SERVICES 


Enter that part the operating cost the 
company the employees’ cafeteria that can 
attributed the hourly rated personnel. 


Cost social, educational recreational 
Include contributions Christmas party, base- 
ball team, bowling, special classes, etc. 
Profit sharing payments for 
Christmas bonuses for 
Suggestion awards for 
Other special bonuses for 1954 
TOTAL PAYMENTS FOR EMPLOYEE ACTIVITIES FOR 


TOTAL COST FRINGE 


Management 


Hugh 


meet with your Group the 
M.A. General Conference 
where gained great deal from 
joining various meetings and dis- 
cussions. very happy have 
this opportunity meeting with 
you again, because was direct 
result that conference 
topic suggested itself me. 


You may remember that, the 
final session, put forward the view 
that the test success any 
department the effect its work 
the primary function the or- 
-ganization. This primary function 
carried out the front 
business; the sales contacts, 
the manufacturing operations and 
the discharge service obligations 
customers. This true the 
personnel department, for 
maintenance, accounting, industrial 
engineering, design purchasing. 
long managers these func- 
tions keep this perspective and work 
towards better front line operations, 
they can, and will, 
the welfare the enterprise. 
the other hand, the stage set for 
wasteful and unproductive perform- 
ance these inherently valuable 
functions this perspective lost. 
This happens, for instance, when 
the department starts visualizing its 
work end itself, separate 
and distinct entity the business 
not connected the routine pro- 
duction and sales; when regarded 
group obviously necessary 
functions not open question nor 


Wilkinson attached the UBC Faculty 
School of Advanced Management. This talk 
was delivered to the Vancouver Chapter 
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value analysis. So, 
going talk tonight about how 
you managers, can 
bring bear the front line prob- 
lems skills and techniques which you 
have developed and are the 
process developing. 


Not Personnel Managers 

You are not personnel 
managers any other sense than 
that you direct 
people your own personnel de- 
partments; not any other real 
sense than the line foreman, the 
maintenance superintendent, the 
chief accountant, the sales super- 
visor manager personnel. 
The management people the 
prime function those who are 
responsible for the 
formance people—each 
department, division company 
head. 


You know this well do. 
But your operating people really 
know it, and you behave 
way that forces them recognize 
and live their responsibilities 
this direction? you tend 
give the impression that you 
alone are responsible for the ‘selec- 
people? Not very long 
activities you now 
done operating people without 
any outside guidance help. With 
changes business structure and 
philosophy, came increasing 
these activities. Operating people 
obviously needed help, and manage- 
ment learned make use new 
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set people equipped with the 
training, the outlook, the interest 
and the time give this help. 
this, management did more and 
less than had done 
past bolstering line people with 
specialist assistance other fields. 
The difference exists perhaps, only 
the method which the help 
the specialist applied. The special- 
ist either takes over complete respon- 
sibility for the performance the 
nical advisor the line who may 
call him when they wish, who 
may accept reject his advice and 
who then must take responsibility 
for the way which the advice 
applied and for the results achieved. 
many the fields have men- 
over completely but must empha- 
size that does, also becomes 
completely responsible for the im- 
pact his specialty the operat- 
ing front, and the line supervisor 
responsibility. 


Personnel departments 
sonnel people have, the main, 
ship those they serve. The 
necessity maintaining this advis- 
ory staff relationship all but the 
most routine your activities 
one the basic tenets your call- 
ing. is-not purpose dis- 
cuss the value this stand tonight, 
except say that the majority 
same time necessary realize 
that there are certain routine areas 
which you quite rightly are given 
full authority and thus take full 
responsibility. 
then, the personnel man has dual 
personality. some his deal- 
ings with the line the author- 
ity, and some, the outside advisor. 
One the difficulties being 
good personnel man lies the fact 


that these two roles often become 
confused the minds not only 
the line people involved, but 
the man himself. 
must prepared, fact, have 
two hats, one marked and 
the other marked and 
very sure that wears the 
right one the right time. 


You Are Advisory 

what consider the most 
important your activities, selec- 
tion, training, morale-building and 
employee relations, the hat should 
the advisory one. Since these 
fields you are advisory, must 
leave the decision those who 
must take responsibility for front 
line performance. This means that 
you cannot direct line people the 
achievement results which you 
yourself will judged. You, more 
than any other group the organ- 
ization, rely getting things done 
through others over whom you have 
control. Your biggest job then, 
get line supervisors realize 
what you have offer very 
tangible worth them their op- 
erations and show them that the 
judged can improved through the 
use your resources. 


Bridging the gap between your 
skills and the needs supervisors 
merely then matter salesman- 
ship. You have which 
you sell it. would then 
worth while examine some 
basic selling principles which have 
been found essential success 
that field. 


Any successful salesman will tell 
you the thing which sustains him 
and enables him derive maximum 
satisfaction from, and success his 
work, faith his product. 
must convinced, rightly wrong- 
ly, that what sells needed 
his potential customers and worth 
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its price. first all suggest 
that you examine your beliefs. 
you believe that your service can 
tive you believe that you 
can guide others finding greater 
job satisfaction and thus better job 
performance? you believe that 
you are profit-making part the 
organization? you not believe 
these things, how can you convince 
others? 


Know Your Product 

Secondly, not enough just 
have blind faith what you are 
doing can do; you must have 
full understanding exactly how 
the product will perform, 
limitations and its application 
your field there wide range 
tools and techniques. How much 
you really know about them? 
Have you tested them? you 
kept date with new develop- 
ments each field? you 
learned distinguish useful tools 
from fads? Have you developed 
overriding philosophy frame 
whether not technique deserves 
place your product line? 


any new calling develops from 
its early beginnings, its members 
must standards know- 
ledge and ethics which can com- 
municated all the group, and 
the achievement which becomes 
eventually the requirement 
membership the group. this 
way you come professional stand- 
ing, not calling 
fessionals, but performing such 
unique and useful skilled 
function that the community you 
serve bestows the title 
suggest then that your efforts 
develop towards this professional 
standing and subsequently 
moting the advancement that pro- 
fession, you ensure that all who call 


themselves personnel specialists 
know their product 
knowledge the best interest 
those they serve. You are not there 
yet, and this because many 
you have started firms which re- 
routine interviewing prospective 
employees and the documentation 
and induction processing success- 
ful applicants. For those you 
who started this way, has been 
difficult, the job enlarged, keep 
pace with this widening scope 
developing new skills, gaining new 
knowledge and keeping abreast 
new developments. 


Know Your Market 

third key good and reward- 
ing salesmanship, that know- 
ledge your market. good life 
insurance salesman knows that there 
pect. The policy sells must 
tailor-made, both coverage and 
cost, the circumstances the 
you are going maintain the re- 
spect your clientele, that you 
evaluate their needs before you try 
sell them anything. And so... 
you know your market? ‘Do you 
know the problems the line sup- 
you know their 
prejudices? you know the super- 
you define informal political 
structure their relationships with 
others and understand these 
exist? Can you predict with any 
degree certainty their reactions 
given circumstances, you 
regard them all 
Have you reliable picture their 
operating you know 
the people they supervise? 
suggesting these questions, that 
there are two basic things that you 
must know about the 
You must know what 
his problems are and you must 
know what sort person is. 


Without this knowledge, un- 
likely that you can marshall the 
correct set tools and techniques 
with which give him the most 
help. 


Then Sell 


You may able measure 
very well these three standards. 
You may know and have faith 
your product and know the needs 
the market, but may not achieve 
success because you not know 
how sell, how convince the 
man who must buy your proposal 
that what you suggest worth its 
cost money trouble. pro- 
posal yours worth anything 
unless the supervisor well con- 
vinced that not only accepts it, 
but implements and follows the 
implementation with continued in- 
terest its results. Many failures 
put across good product stem 
from the fact that one tends 
talk more about how good 
duct is, rather than how these good 
points will benefit the customer. 
Tell him then, the best way you 
can, what tangible benefits will 
achieve through the use your 
proposal; and 
with honest and objective measures 
past success, back what 
you are telling him. 

ing the unwillingness the 
salesman compromise details, 


ideas the final plan, 
generate feeling participation; 
his failure recognize the stone 
wall refusal, before gets 
that point return; his inability 
ment, rather than relying the 
deny customer the benefit 
good proposal, suited his needs, 
through clumsy handling 
sales talk. 

have said then, that these four 
ledge product, knowledge 
market, knowledge how sell 

are the keys achieving success 
any field where you must get 
action through people over whom 
you have authority. Many 
you, sure, can meet the test 
the first two counts; you have 
faith and good knowledge 
your techniques and 
these are brought nothing you 
frame mind, bring them 
bear where they count the 
operating levels the organization. 
Unless you know these operating 
people, unless you can get them 
recognize their needs, unless you 
can sell them making the sacri- 
fices necessary meet these needs, 
you will unable realize the 
vast potential legitimate and 
productive function. 
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Short Survey Job Evaluation 
The Toronto Area 


Job Evaluation the 

Toronto area has been growing 
for some years. Questions have been 
asked such as: 

How widely has Job Evaluation 
been used the 

When did business firms 
area become interested? 

Are there various types plans? 

there one plan which more 
highly favoured? 

Has there been wide application 
hourly jobs? 

Answers to’ these and other ques- 
tions have been collected the au- 
thors recent study. should 
noted that these answers are for 
the most part factual statements con- 
cerning the present state develop- 
ment Job Evaluation and are not 
intended discussion the pros 
and cons this technique. Before 
presenting the results the study, 
the definition Job Evaluation 
used herein will examined and 
the sampling technique which the 
results are based will outlined. 

Some firms contacted did not feel 
that they had system for the evalu- 
tion jobs, whereas for purposes 
this study, they had and were includ- 
with those having systems Job 
Evaluation. Other firms contacted 
were the opinion that they were 
utilizing for evaluating 
jobs whereas for purposes 
study they were considered not 
having system. The definition 


* Ken Livingstone is on the staff of the In- 
stitute of Business Administration, Univer- 
sity of Toronto, and J. R. McLorg is a 
student. 


any formal effort 

relate each job the remain- 

ing jobs within department 

organization. 
There are two aspects this defini- 
tion. Firstly, the program must make 
use systematic method ex- 
amine Secondly, the technique 
must used compare individual 
jobs within group jobs. 

sample 141 firms was divided 
firstly into two divisions: 

(a) those using plans covering 

hourly paid employees, 

(b) those using plans covering 

salary paid employees. 

order assess roughly whether 
size firm, within limits, bore any 
relation the use Job Evaluation, 
each divisions (a) and (b) were 
divided further, the basis size, 
into two groups. Thus, 
four sample groups were used. The 
hourly paid sample 
drawn random from “List 
Manufacturing Establishments Em- 
lished the Dominion Bureau 
Statistics This list 
products such equip- 
ment, food, drugs, paper, gasoline, 
soap, steel goods, aluminum goods, 
plastics, textiles, rubber goods, etc. 
The sampling technique used this 
division allows the results derived 
from the sample applied 
hourly paid groups the Toronto 
area with high degree confi- 
dence. this division firms employ- 
ing from 200-500 employees were 
considered small and firms employ- 


ing over 500 employees were con- 
sidered large. 


Sampling was more difficult the 
Salary Paid division. Since ready- 
made list firms covering this di- 
vision was available from which 
draw our sample, the sample was 
drawn from two private lists and 
additionally from firms the hourly 
paid division. Thus addition 
firms previously mentioned, financial 
ganizations such telephone, med- 
ical and transportation groups were 
sampled. However, since these lists 
may not representative, the read- 
should cautioned against apply- 
ing generalizations based upon the 
results this sample the Salary 
Paid Groups the Toronto area. 
course, the results are valid for 
employing 200 fewer employees 
were considered small and those em- 
ploying over 200 were considered 
large. 

should noted that while 141 
firms were sampled, 151 returns were 
filed. The additional returns are 
result selecting single firms for 
both the hourly and the salary paid 
samples. 


The divisional and group results 
are summarized Table Some 
these are worthy comment. For 
example, about the 103 firms 
surveyed the hourly rated divi- 
sion use some system Job Evalu- 
ation. The same statement applies 
veyed the salary rated division. 
The difference between the percent- 
ages small and large firms using 
Job Evaluation seems more 
marked the hourly rated division. 
fact small firms employing hourly 
rated people seem use systematic 
methods evaluating jobs less than 
any the other groups. 


Let list some the reasons 
offered firms for not using plans 
for evaluating jobs. 
that: 

their organizations are too small 
support the work and ex- 
pense required; 

their firms are the process 
changing rather rapidly and 
therefore jobs are not 
formal evaluation; 


job descriptions may standard- 


their jobs are too complex 


SURVEY JOB EVALUATION THE TORONTO AREA 
Table 


Hourly Rated Division 


Salary Rated Division 


Number Per Cent Number Per Cent 


Group Number 


Total Small Firms 
using Job Evaluation 


not using Job Evaluation 
Group Number 


1 (200-500 Employees) 
1 


3 (200 Employees “a 


2 (More than 500 4 (More than 200 


Total Large Firms 

using Job Evaluation 

Sum Total Firms 103 

Total using Job Evaluation 


These percentages apply the hourly rated division. 
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These percentages apply the salary rated division. 


All other percentages apply their respective groups. 


evaluated formal and 
systematic manner; 


their jobs are not sufficiently 
formal and systematic way. 
Now let examine some the 
detailed information collected from 
firms using Job 
What follows summary the 
answers series specific ques- 
tions asked these firms. 
the use systems for evaluating 
jobs appears have been 
war development, most plans being 
organized between the years 1946 
and 1951. 


perhaps four distinctive systems 
can identified currently: the 
Ranking system, the Classification 
system, the Factor Comparison sys- 
tem and the Factor-Point system. 
(Some features each 
combined; other features cannot.) 
Over two-thirds those using 
plan have used 
However, there seems some 
confusion concerning terminology, 
few respondents replied that 
they used combination all 
four types plans. 


the most frequent difficulties en- 
countered those using factor 
system some kind were: 
the defining the factors, 
evaluating the degree factors 
within jobs and training 
evaluators. 


about one-half the firms having 
plan deal with Union. Some 
these firms met with strong 
opposition from their Unions; 
fact two firms discontinued their 
plans result. Other firms un- 
dertook Job Evaluation the re- 
quest the Union. few who 
not have plan 
they expect find demands for 
programs this type next 
year’s bargaining list. 


about one-third those replying 
consultants 
aid them designing and instal- 
ing their plans. 


two-thirds the respondents had 
their programs installed com- 
mittee opposed individual 
reporting committee. Almost 
all those using committee 
listed among its members repre- 
sentative the personnel 
the standards department. num- 
ber about one-quarter invited 
representatives 
this committee. few also in- 
vited consultants sit the com- 
mittee. The number persons 
composing these committees varies 
—the most usual number being 


about one-half those replying 
involved the job holder 
process evaluation. Many firms 
invited him assist the de- 
scription his job; few asked 
him indicate his agreement with 
name it; few firms did both. 


Finally, one the 
cant findings was the multitude 
uses realized result Job 
Evaluation programs. The respon- 
dents were given check list 


establishing proper 
tionships 


assisting Personnel Selection 


understanding organizational 
promotional lines 


settling job content grievances 


assisting implementing incen- 
tive merit rating plans 


solving work flow problems. 


Almost all firms 
their programs were adopted 
method establishing proper 
wage relationships. Only 
ganization stated that Job Evalu- 
ation had not proven useful for 
least one other purpose. Most 
suggested that three more uses 
evolved. 
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CATERING FOR 
CANADIAN INDUSTRY 


you! 


Industrial Caterers offer experienced service Management 


meal service for employees. advise kitchen planning, employ 
experienced personnel for kitchen and dining-room, supply planned 
menus for optimum nutrition, and provide skilled buying assure 


variety menus low cost. 


invite your inquiries 


CANADA CATERING 
CO. LTD. 


HEAD OFFICE: 


648 Spadina Avenue 
TORONTO 
Ontario 


it 
. 


Need 


temporary 


office 
help? 


call 


OFFICE OVERLOAD 


for experienced stenographers, typists, clerks 
and comptometer operators during peak-load periods 


Reduce office costs! 


Few offices require the same pair hands day and day out 365 days 
year. easy for management become over-staffed simply meet its peak 
periods. Reducing the number full-time salaries only normal working level 
using overload gil for only the actual days necessary presents 
management with one the most promising fields for cost reduction today. 
Office salaries expense can and should fluctuate each month with the volume 
paper work. 

Canadian business has given quick approval this new management tech- 
nique. every major Canadian firm has used Office Overload and 
anxious learn further peak load applications that can handle. 

Unlike most cost-cutting opportunities today, investment required. You 
can start reduce your office overhead immediately. Just call Office Overload 


and ask have trained systems representative call discuss your peak load 


problems. 
office overload CO. (1953) LTD. 
WINNIPEG MAN. TORONTO, ONT. MONTREAL, 
Syndicate Bloor St. West Phone 4641 
Phone 93 7451 Phone WAlInut 4-8411 1980 Sherbrooke St. West 
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